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Abstract 
 
The purpose of this research was readiness of the police staff Tehran in accepting total quality management. The participants of 
the study are 125 officials who are working in the organization. In response to the study's questions, there was a questionnaire 
including ten variables of total quality management and each variable itself was divided into four questions. We used 
Kolmogrov-smirnov, independent samples t-test, one-way ANOVA and Kruskal-Wallis test in significance level of %5. The 
results of the research hypotheses indicate that: there is significant difference between the amount of readiness in accepting TQM 
among males and females. There is significant difference between the officials regarding their work experiences in accepting the 
TQM. 
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Introduction 
 
Organizations such as military force, army, and physical education are all conducted by managers. If managers do 
not belong to organizations and they lack competence and ability, organizations will confront a lot of problems 
(Ismailpour, 1993). More costs and resources with less output and products result from poor quality in 
organizational system (Amiran, 1992). Total quality management (TQM) is a key strategy to keep competitive 
superiority and a management method to improve productivity and efficiency finally leading to top quality (Keng, 
2007). TQM is a modern way to reconstruct old management structures and methods. The difficult and sometimes 
long term goals of TQM are due to long term commitment, and unity of goal and training (Assad, Hamidi, &Assadi, 
2002). 
 
TQM has been applied extensively in economical, cultural, and scientific organizations. Different nations accept and 
implement TQM to survive (Amiran, 1992). In organization, TQM approval should be examined before 
implementing it. The process of organizational readiness provides information about goal and quality resulting in 
support TQM and involve in. The more readiness organization accesses, the more successful it is to implement 
TQM Ishikawa, 1997, translated by Javaherian).Environment is prominent to implement TQM. There are steps to 
implement TQM. First, environment should be examined. Environmental factors and perception and expectation of 
staff and manager should be considered leading to finding solution to implement TQM Master field, 2004, 
translated by Saied Danesh & Ismailpour). Human force is important in military force organization. This 
organization has momentous responsibility and role to achieve goals of national system. A lot of resources are 
devoted to military force organization. Low output cannot cause promising future in management of national 
military body. Successful organizations use TQM, a key strategy, to overcome such problems. TQM is a 
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management method to improve productivity and efficiency leading to top quality. Organization should apply TQM 
immediately. Assad, et al. (2002) examined the relationship between TQM and effectiveness in headquarters of 
Iranian sports organizations. There was not relationship between TQM and effectiveness in general department of 
physical education in science ministry and vice presidency of physical education in the education organization and 
university of Shiraz. All had positive attitudes towards TQM but managers were satisfied more than others. 
Customer focus and training were the most and least effective in components of TQM respectively. There was 
significant difference between attitudes of male and female about TQM. Lameei (2005) evaluated organization 
readiness for TQM implementation in universities of medical sciences. Among 31 universities, readiness of 15 
universities (%48) was %50 to %55, readiness of %26universities was %60 to %70 and readiness of the rest 
universities was more than %70. 
 Statistical measurement of soft aspects in 
TQM was clear and consistent. The scale composed of three aspects; continuous improvement, training, and 
delegation of authority to staff leading to involving in developing culture and affaires of quality. Overall, it was 
general concept of TQM. Subhash and Narag 
 Factor analysis showed high correlation between subsets of variables in TQM. Therefore, 
variables can measure similar basic dimensions too. Efficiency, customer, individuals, and making team are four 
variables. In India, all variables of TQM can be summarized into these four variables. TQM-efficiency model 
(TQMEF) is the recommended TQM model for Indian organizations.  
factors was examined. Moreover, military f
individual characteristics. There are some suggestions to overcome the barriers of TQM implementation resulting in 
developing service quality.   
The purpose of research was to assess militar
objectives were: 
1.  
2. r TQM approval based on job background. 
The research hypotheses were:  
1. 
and 
2.  TQM approval based on job background. 
 
Methodology 
The research method was survey, descriptive-analytic, and data collection was done through field study. Population 
included all military force staff in Tehran province in 2011. Research sample consisted of125 (85 male and 40 
female) military force staff. Instrument was two questionnaires; individual characteristics and TQM questionnaire. 
Individual characteristics included gender and job background In TQM questionnaire, participants responded to 40 
items using a 4-point Likert Scale ranging from 1 (strongly disagree) to 4 (strongly agree). It composed of 10 
components introduced in table 1.Some items were in the reverse (10, 16, 19, 22, 28, 31, 33, 35, 37). It was a pilot 
study of some participants to measure the reliability (Cronbach 
professors confirmed the validity.  
 
Table 1. The components of TQM questionnaire with related items. 
Scale Items 
Teamwork 8, 36, 28, 33 
Quality groups 9, 12, 19, 29 
Training 6, 15, 26, 35 
Evaluation and feedback 2, 21, 32, 39 
Use of information 3, 16, 18, 23 
Quality goals 7, 10, 14, 27 
Customer focus 1, 20, 22, 40 
Suggestion system 11, 30, 31, 34 
Continuous improvement 4, 17, 24, 37 
Leadership commitment 5, 13, 25, 38 
Individual characteristics, normality of data distribution, and significance of hypotheses were measured by 
descriptive statistics (tables, mean, standard deviation, frequency, frequency percent), Kolmogorov-Smirnov test, 
and inferential statistics (Independent-Samples T-Test, One-Way ANOVA) respectively. All the statistical 
calculations were done by SPSS 18 software. 
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Results  
Table 2 shows distribution of frequency and frequency percent of participants based on gender. 
 
Table 2. Frequency and frequency percent of participants based on gender. 
Gender frequency percent 
Male 85 68 
Female 40 32 
Whole 125 100 
Table 2 presented that %68 participants were male and %32 participants were female. Table 3 shows distribution of 
frequency and frequency percent of participants based on job background. 
 
Table 3. Frequency and frequency percent of participants based on job background. 
Job background frequency Percent 
1-5 years 41 32.8 
6-10 years 24 19.2 
11-15 years 24 19.2 
16-20 years 15 12 
21-25 years 15 12 
26-30 years 6 4.8 
Whole 125 100 
Table 3 presented that the most staff was 1-5 year experienced participants and the leaststaff was 25-30 year 
 
 
M approval. 
 Low readiness intermediate readiness High readiness 
 frequency percent frequency Percent Frequency percent 
Teamwork 4 3.2 70 56 51 40.8 
Quality groups 0 0 71 56.8 54 43.2 
Training 2 1.6 43 34.4 80 64 
Evaluation and feedback 0 0 59 47.2 66 52.8 
Use of information 0 0 42 33.6 83 66.4 
Quality goals 0 0 61 48.8 64 51.2 
Customer focus 2 1.6 48 38.4 75 60 
Suggestion system 2 1.6 51 40.8 72 57.6 
Continuous improvement 0 0 52 41.6 73 58.4 
Leadership commitment 0 0 46 36.8 79 63.2 
First, sta
good. It was considered that each component had four items ranging from 1 to 4 point. The range score of 4 to 8 was 
poor level. The range score of 8.1 to 12 was average level. The range score of 12.1 to 16 was good level. In general, 
 too; poor, average and good. It was considered 
that it was forty items ranging from 1 to 4 point. The range score of 40 to 80 was poor level. The range score of 80.1 
to 120 was average level. The range score of 120.1 to 160 was good level. 
components of TQM. In general, military force 
was no or less objection to TQM approval. Training can be effective to increase TQM approval.      
Table 5 shows the results of Kolmogorov-Smirnov test to know whether the distribution of data is normal.  
 
Table 5. Test of normality. 
Teamwork Quality 
groups 
Training Evaluation 
and 
feedback 
Use of 
information 
Quality 
goals 
Customer 
focus 
Suggestion 
system 
Continuous 
improvement 
Leadership 
commitment 
Z 1.42 2.74 1.43 252 1.88 1.83 1.72 1.84 1.87 1.60 
ig 0.21 0.30 0.09 0.11 0.14 0.19 0.10 0.25 0.41 0.27 
Table 5  
Table 6 shows result of first H0:  There is not significant difference in military force 
approval between male and female. 
 
Table 6. The comparison of military force s  
  t df Sig 
Male  0.79 123 0.42 
female     
 
Table 6 presented that H0 was accepted and there was not significant difference in military force 
for TQM approval between male and female  
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Table 7 and 8 show result of second H0:  There is not significant difference in military force 
TQM approval based on job background. 
 
Table 7. Descriptive  
Job background  
1-5 years 128.  
6-10 years  
11-15 years  
16-20 years  
21-25 years  
26-30 years  
Whole  
 
 
Table 8. The comparison of military force  
 Sum of squares Df Mean square F Sig 
Between groups 1098.81 5 219.76 2.36 0.04 
Within groups 11065.71 119 92.98   
Total 12164.52 124    
 
Table 8 presented that H0 was rejected and there was significant difference in military force r 
TQM approval -15 year experienced 
staff was the most. This means that they had more readiness for TQM approval than others. 
 
Conclusion  
readiness was high for TQM approval. Newby (1999) indicated that if 
people wish and want the quality voluntarily, it will be provided. Dennis, Jerome and Levelly (2000) examined the 
 
1997) 
presented two conditions to implement TQM. First, it is dynamic system and suitable environment to provide 
positive attitudes of individuals to TQM. Second, it is approval of all staff as a team.  
 
Present research showed that there was no significant difference in military force 
between male and female. Today women have a high self-confidence in workplace and men have changed their 
number of women has been increased to get higher education. So, they can participate more in social activities. All 
above mentioned reasons have led to bridge the gap relatively between male and female to do different activities 
such as servicing, industrial, and educational activities by women too. Robbins (2002) found that there was not 
significant difference in individual ability, problem solving, competition, dynamics, motivation, leadership, attitude, 
learning, and agreement between male and female (translated by Arabi & Parsaean).  
Present research showed that there was significant difference in military force 
based on job background. The highest mean (132.41) belonged to 11-15 year experienced staff and the least mean 
(123.20) belonged to6-10 year experienced staff. Considering the job background, low experienced and high 
experienced staff objected new changes. Finally low experience and high age decrease readiness for TQM approval.     
It is suggested that creating culture and condition are vital to implement TQM. The 11-15 year experienced staff has 
more readiness for TQM approval than others. Staff especially those of less than 10 year experienced should be 
informed about the philosophy of quality. Awareness of TQM makes trust between staff. So, they find it useful to 
implement. Low mean of TQM approval among more than 15 year experienced staff results from aging effect on 
objecting change. Managers can use several ways to decrease objection to TQM approval. Teaching TQM 
philosophy, good relationship, participation in teamwork, supporting TQM, TQM commitment, negotiation, and 
finally obligations are offered to approve TQM. Low means of team work and quality groups offer to persuade 
teamwork. Being good in a team is due to habits and new habits can be learnt. Experts can teach staff to feel 
satisfaction in teamwork.  Educational workshops, related movies, and bonus are essential to attract individuals in 
teamwork. Finally, managers of military force organizations can involve staff in problem solving to decrease their 
objection to TQM implementation.  
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